1. LeJership training and experience will have no effect on task productivity, droups led by officers will have productivity no higher than groups led by enlisted men. For purposes of demonstrating certain procedures, 30 enlisted men had been brought in from a nearby camp. These men had just completed a eightweek course of basic training and they were awaiting reassignment.
Tests. All officers and enlisted men were given a short vocabulary test as well as a short verbal fluency test. As already pointed out, all officers performed substantially and significantly better than u d the enlisted men. Only one of the enlisted men obtained a score which was as high as the lowest score obtained by one of the officers.
At the conclusion of each exercise, all leaders and group members completed a ten item scale describing the atmosphere of the group by such items as "friendly-unfriendly," "cooperative-uncooperative," "pleasantunpleasant."
Procedure. The officers were ranked on the basis of their LPC scores.
Those with the highest and lowest four scores were appointed as group leaders.
Likewise, seven enlisted men were selected as leaders by matching them on the basis of their LPC scores with the eight officer leaders. Although we had hoped earlier that it might be possible to match officers and enlisted men on the basis of their vocabulary and verbal fluency tests, this was clearly not possible. To put the enlisted men at ease they were told that they vvould be working on some leadership exercises with civilian instructors. All officers and enlisted men were instructed to come to the experimental sessions in civilian clothes. Subsequent interviews as well as informal observation indicated that the enlisted men had accepted this explanation.
Two sets of exercises were conducted. For the first set of three tasks groups consisted of one leader and two group members. The eight officers who were not assigned to leader positions worked as one of the group members 
I

Results of t\<e First Set of Exercises
Effects of leadership experience on ^roup prochicti/ity. The first hypothesis predicted that leadership experience would be unrelated to task productivity. Table 1 shows the mean productivity scores for officers and enlisted men on each of the three tasks, t-tcsts were computed and tne values of _t are also shown in Table 1 9 after the leaders had chanced proups after tlie first task, the number of officers in each group ranged from 0 to 2. The mean productivity scores for groups with varying numbers of officers is shown in Table 3 .
No clear pattern is present in these means and no statistically significant differences exist. On the bar praph task, the officer-led groups with two officers had the highest productivity, but the pattern of other score reveals no consistent trends in that direction.
Results of the Second Set of Exercises
Two exercises were performed during a subsequent day. One of these problems consisted of deciphering two cryptograms. The second task consisted of drawing a plan for army barracks and an army compound according to instruct . ns which also required the transformation of dimensions from a metric scale into an inch scale. The first of these tasks was to be performed within 30 minutes, the second task was to be performed in 40 minutes. As before, team members rotated after completion of the first task.
In contrast to the procedure followed on the first set of experiments, all leaders were officers, and their two group members were enlisted men.
Both of the tasks could be scored objectively. The cryptogram score consisted of the number of letters which were correctly identified. The drawings were scored on the basis of the number of lines which were correctly drawn on the final plan.
Correlations were computed between the number of years military experience an officer had and the productivity of his group. These correlations were -.21 and .42 (for N = 16) for the two tasks respectively.
Neither of these correlations is significant even at the .10 level of confidence. *Lower score indicates higher productivity **Higher score indicates higher productivity.
Discussion
The strength of the results of the present study lies not in the overwhelming non-significance of the statistic applied to the data. A single negative result lenus little evidence to the hypotheses which it "supports."
It is, of course, impossible to prove a null hypothesis. Rather, a negative result when seen as but one more finding reaffirming data in other experiments serves to strengthen that chain. Several studies conducted both by the staff of the Group Effectiveness Research Laboratory and other researchers seems to indicate that neither long term nor short term leadership training or experience has any effect on leadership effectiveness. Apparently leaders do not learn from experience how to deal effectively with their groups, nor docs training seem to help them in these tasks.
The question not touched upon by this study concerns the possibility that the results were insignificant because the tasks were too short and artificial. This question could be explored by the analyses of several field studies for which appropriate data were available (Fiedler, 1968) .
Much of the evidence on leader effectiveness points to the situation-specific nature of effective leader behavior. Fiedler (1967) has shown that no one leadership style or behavior pattern will be universally effective. In fact, a single leader will exhibit a changing array of behavior patterns in varying situations. Thus, no general leadership training or effect of previous experience seems to make a leader effective in all situations.
In an examination of cultural leadership training, Cbeners (1968) and Chemers et al. (1966) found that training may have different effects on different leader types. Such training may even be deleterious to the effectiveness of certain leadership styles. Chemers (1968) This study investigated the effect of experience and training on the performance of military officers in experimental leaderslap situations. As in a previously reported study conducted with Belgian naval personnel, group performance under trained and experienced officers was not significantly better than performance under untrained recruits. Moreover, years of leadership experience as an officer was uncorrelated either with performance on any of the five different tasks or with group member satisfaction.
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